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Purpose: The main goal of this study was to determine if there is a significant relationship between work values 
and organizational commitment among employees of UM Tagum College 
Design/methodology/approach:  using quantitative non-experimental research design utilizing correlational 
technique with 106 employees of UM Tagum College using 
Findings: Results showed a very high level of both intrinsic and extrinsic work values among employees of UM 
Tagum College. Moreover, high level of organizational commitment was attributed among employees of UM 
Tagum College. 
Practical implications: Lastly, the result further showed that intrinsic work values and extrinsic work values 
have significant relationship with organizational commitment among employees of UM Tagum College. 
Paper type : research paper 
 
Keyword: Human resource management, intrinsic work values, extrinsic work values, organizational 
commitment, Philippines 
 
Received: June 9th, 2021   
Revised: July 13th, 2021  




 Employees or human capital is considered to be the greatest asset of the organization, and certain 
things are considered vital when it comes to the management of the workforce. In today's competitive world the 
firms cannot survive without innovation and creativity, as well as the evolution of human capital, including the 
issues that link with each other. (Dubin, R., Champoux, J. and Porter, 1975) stated that there is a strong 
relationship between work values and workers' organizational commitment.  In which, both variables play an 
essential role in the firm’s productivity, success, and suitability (Anderson, 2014). The human resource or the 
workforce of an organization is among the most important means of developing the competitive advantage of 
the organization. One of the reasons for competitive advantage is excellence at work. The degree of 
organizational commitment or the willingness to perform the job and the desire to continue membership in the 
organization is also a significant factor. Thus, organizational commitment is, therefore, a critical issue in any 
organization (Dobre, 2013). Work values, on the other hand, depict a strong or heavy personal preference for 
what is essential and significant to the employees when it comes to their work. More so, employees can meet 
their needs in a socially acceptable way by developing work values. (Dubin, R., Champoux, J. and Porter, 1975) 
concluded that the better the workers fathom their values, the higher they'll be at deciding and choosing what 
work setting most closely fit their career wants, and also the ability and skills they need to use and develop 
there. Thus, if they design their career based on their values, it will increase the higher chance of success in their 
job. 
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This study sought to assess the level of intrinsic and extrinsic work values and organizational commitment 
among employees of UM Tagum College. Also, to determine if there is a significant relationship between 
intrinsic work values and organizational commitment as well as in extrinsic work values and organizational 
commitment among employees of UM Tagum College.  
II. MATERIALS AND METHOD  
The researchers utilized the quantitative non-experimental design using correlational techniques for this 
study. Random sampling technique was used in the selection of the sample size with 106 employees who render 
three (3) years of service in UM Tagum College who served as respondents. Mean, and Pearson (r) was the 
statistical tool used for data interpretation. A researcher-made questionnaire was the data gathering tool used by 
the researchers.  
The data gathering process began by creating a letter of permission to conduct the study. Upon the 
approval of the dean of the college, the researchers then created a researcher-made questionnaire. The said 
questionnaire was validation by the three (3) Panel members. After validation, the researchers personally 
distribute and retrieve the survey form from the respondents. With that, the researchers then tallied the data and 
sent it to the statistician for the result interpretation. Lastly, the researchers made an analysis based on the results 
interpreted by the statistician.  
III. RESULTS AND DISCUSSION 
This part presents the findings of the study. Tables are arrange in the following subheadings: Level of 
Intrinsic Work Values among employees of UM Tagum College, Level of Extrinsic Work Values among 
employees of UM Tagum College, Level of Organizational Commitment among employees of UM Tagum 
College, Significance of the Relationship between Levels of Intrinsic Work Values and Organizational 
Commitment among employees of UM Tagum College, and Significance of the Relationship between Levels of 
Extrinsic Work Values and  Organizational Commitment among employees of UM Tagum College with their 
corresponding indicators. 
Shown in Table 1 is the level of intrinsic work values among employees of UM Tagum College. Results 
showed that the level of intrinsic work values is very high with an overall mean score of 4.47 and a standard 
deviation of 0.397. The result means that the intrinsic work values among employees of UM Tagum College are 
very much felt. Among the five indicators, Helping others got the highest mean of 4.55 with a standard 
deviation of 0.493; Followed by Responsibility with a mean score of 4.49 and a standard deviation of 0.469; 
Next, Variety of Work got a mean of 4.47 with a standard deviation of 0.531; While, Leadership garnered a 
mean of 4.42 with 0.520 a standard deviation; and similarly, Independence acquired a 4.42 mean with a standard 
deviation of 0.417. The result implies that the employees very much felt that they are responsible for assisting 
their co-workers in times of need and they are willing and eager to help them. Also, they felt honored whenever 
their co-workers ask for their assistance. It shows that helping other people is one of the work values that the 
employees of the organization possess. The result of the study is in relation to the proposition of McKay, (2017) 
who said that it is vital for a person to identify his work values because being able to know and identify your set 
of beliefs and values in the work setting can lead you to be ultimately satisfied with your job.   
 
Table 1. Level of Intrinsic Work Values among employees of UM Tagum College 






4.47 0.531 Very High 
Independen
ce 
4.42 0.417 Very High 
Helping 
others 
4.55 0.493 Very High 
Leadership 4.42 0.520 Very High 
Responsibil
ity 
4.49 0.496 Very High 
Overall 4.47 0.397 Very High 
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Moreover, shown in Table 2 is the level of extrinsic work values among employees of UM Tagum College. 
Results showed that the level of extrinsic work values is very high with an overall mean score of 4.32 with a 
standard deviation of 0.385. The result means that the employees extrinsic work values in UM Tagum College is 
very much felt. Among the five indicators, Good working condition garnered the highest mean of 4.61 with a 
standard deviation of 0.472; Followed by Job security with a mean score of 4.54 and a standard deviation of 
0.454; Next, Support got a mean of 4.33 with a standard deviation of 0.525; While, Recognition garnered a 
mean of 4.07 with 0.620 standard deviation; and lastly, Compensation acquired a 4.07 mean with a standard 
deviation of 0.526. This implies that the employees of UM Tagum College always felt the need to work in an 
organization with a pleasant working environment and has excellent working hours. The external factors and 
convenience in the workplace matters to them since it improves the workforce as a whole. The security and 
safety of the environment the employees are working is also one of the things that the employees highly 
consider in choosing their career paths. Also, employees need to feel that they are safe when they are working. 
This result is in relation to the proposition of  McKay,(2017), who viewed that extrinsic work values will 
measure what an employee wants to get out of his work, rather than what he puts into it.  
 









Job Security 4.54 0.454 Very 
High 
Recognition 4.07 0.620 High 
Compensation 4.07 0.526 High 
Good Working 
Condition 
4.61 0.472 Very 
High 
Support 4.33 0.525 Very 
High 
Overall 4.32 0.385 Very 
High 
 
More so, Table 3 presents the level of organizational commitment among employees of UM Tagum 
College. Results revealed that the level of organizational commitment is high with an overall mean score of 4.02 
with a standard deviation of 0.444. The result means that the organizational commitment of UM Tagum College 
employees is much felt. Among the three indicators, affective commitment got a mean score of 4.49 with a 
standard deviation of 0.529; Followed by Continuance commitment with a mean score of 3.78 and a standard 
deviation of 0.647; and lastly, Normative commitment acquired a 3.77 mean with a standard deviation of 0.553. 
The result implies that employees of UM Tagum College are much happy to be working with their co-workers 
and proud to be working in the organization. Also, it showed that employees like the tasks that they perform in 
their current position. They don't consider changing jobs or working in another company, or other organization 
and employees are happy working with their co-workers. They also talk about pride in the organization to their 
friends and families. This result is in relation to the proposition of Lin, C.H., Wang, (2013) who viewed that 
organizational commitment, in general terms, is the employees’ sense of attachment and loyalty to the work 
organization with which the individual is associated.  
 
Table 3. Level of Organizational Commitment among Employees of UM Tagum College 















3.77 0.553 High 
Overall 4.02 0.444 High 
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Meanwhile, the main goal of this study is to determine whether or not the intrinsic work values have a 
significant relationship with organizational commitment among employees of UM Tagum College. Shown in 
Table 4 is the result of the significant relationship between intrinsic work values and organizational commitment 
among employees UM Tagum College. Pearson-r was used to determine if there is a significant relationship 
between the two variables. The p-value of 0.000 which is lower than the 0.05 level of significance signifies that 
correlations exist between the two variables. This led to the decision that the null hypothesis, which stated that 
there is no significant relationship between intrinsic work values and organizational commitment, is rejected. 
Furthermore, the r-value of 0.426 showed that there is a positive relationship that exists. Since the r-squared is 
0.1815, this means that 18.15% of the variation of Organizational commitment is explained by the variation of 
intrinsic work values, and the other 81.85% is explained by other factors. Therefore, the result of the correlation 
exemplifies that when the intrinsic work values increase the organizational commitment also increases, vice 
versa. The result of the study supports the proposition of Dubin, R., Champoux, J. and Porter, (1975) who stated 
that intrinsic work values relate closely to organizational commitment than extrinsic work values 
 
Table 4.Significance on the Relationship between Intrinsic Work Values and Organizational Commitment among Employees 





















   
   0.426*
* 
0.1815 0.000 
* Significant at 0.05 significance level. 
Finally, shown in Table 5 is the result of the significant relationship between extrinsic work values and 
organizational commitment among employees UM Tagum College. Pearson-r was used to determine if there is a 
significant relationship between the two variables. The p-value of 0.000 which is lower than the 0.05 level of 
significance signifies that correlations exist between the two variables. This led to the decision that the null 
hypothesis, which stated that there is no significant relationship between intrinsic work values and 
organizational commitment, is rejected. Furthermore, the r-value of 0.597 showed that a positive relationship 
exists. Since the r-squared is 0.3564, this means that 35.64% of the variation of Organizational commitment is 
explained by the variation of extrinsic work values, and the other 64.36% is explained by other factors. 
Therefore, the result of the correlation exemplifies that when the extrinsic work values increase the 
organizational commitment also increases, vice versa. The result of the study supports the proposition of Dubin, 
R., Champoux, J. and Porter, (1975) who stated that extrinsic work values have a stronger effect on 
organizational commitment than intrinsic work values. 
Table 5.Significance on the Relationship between Extrinsic Work Values and Organizational Commitment among 



















0.444    
   0.597*
* 
0.3564 0.000 
*Significant at 0.05 significance level. 
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IV. CONCLUSION 
Based on the findings of the study, the conclusion is drawn in this section. The level of intrinsic and 
extrinsic work values among employees of UM Tagum College is very high. Lastly, there is a significant 
relationship between intrinsic work values and extrinsic work values towards organizational commitment among 
employees of UM Tagum College. Also, based on the finding and conclusion drawn, the following 
recommendations are formulated: To elevate the level of organizational commitment to very high, researchers 
recommend that UM administration may conduct leadership training to the supervisory level. This can increase 
the level of employee motivation, having a supervisor that is more sensitive and open to their needs and wants. 
Second, UM administration may develop a reward system that employees can look forward, in this way it can 
motivate them to do well in their job, which will relate on maintaining their organizational commitment in the 
institution. 
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